






















































































































































































































以下は 0%、20歳代 10.6％、30歳代 27.5％、40





















































1 300 人未満 370 
2 300 ～ 999 人 161 
3 1000 ～ 2999 人 125 
4 3000 ～ 4999 人 88 
5 5000 ～ 9999 人 79 




カラ （ー1000人） 日本（1567人） アメリカ（752人） ドイツ（674人）うち大企業管理職
（143人）
1 社（今の会社のみ） 16.4 14.7 81.5 18.1 28.3
2 社 15.6 18.9 18.2 27.3 23.9
3 社 20.6 23.8 13.3 23.3 24.9
4 社 16.7 19.6 4.9 15.6 11.9





























































（1）最終学歴の教育内容 0.96 1.10 0.86 1.5 0.87
（2）会社が実施する Off-JT 0.88 1.02 0.96 1.15 1.12
（3）独学や自費で受けた教育訓練 1.06 1.20 1.26 1.34 1.46
（4）当該職能内のいろいろな仕事の経験 1.44 1.43 1.70 1.71 1.58
（5）特定職能内の特定の仕事の経験 1.52 1.51 1.46 1.57 1.41
（6）当該職能の他の職能の経験 1.23 1.29 1.47 1.06 1.19
（7）職場の上司の指導やアドバイス 1.10 1.11 1.40 1.35 1.06
注： 先行調査研究は小池・猪木（2002：256）を参照しつつ、有効度指数は（1）から（7）のそれぞれに関する選択肢
の回答比率からつぎのように作成した。有効度指数＝（「とても役立った」（%）× 2＋「ある程度役に立った」（%）



































カラ （ー1000人） 日本（1567人） アメリカ（752人） ドイツ（674人）うち大企業管理職
（141人）
ない 49.1 29.1 69.2 54.3 71.9
ある 50.9 70.9 28.9 43.2 28.1
無回答 0 0 2.1 2.5 0
注： 先行調査研究は小池・猪木（2002:258）から引用。日本、アメリカ、ドイツの回答者の大半が大企業の課長、部長なので、
イギリスの回答者のうち大企業勤務（従業員 1000人以上）の課長クラス、部長クラスを大企業管理職として集計した。












仕事に就くために不可欠な条件だから 50.8 48.0 18.7 34.5 38.7
昇進に有利だから 46.3 60.0 8.6 42.2 39.8
資格を持っていると社会的評価が高まるから 15.0 24.0 20.9 63.4 16.7
転職に有利だから 21.1 20.0 13.3 58.2 44.6















































































































表 7	 勤続に占める最長経験職能――職位別及び従業員規模別	 （単位：%）
勤続年数に占める最長経験職能
合　計
25％以下 26～ 50％ 51～ 75％ 76％以上
部長・課長クラス（223人） 2.2 9.9 14.3 73.5 100
係長・一般社員（382人） 1.6 6.0 8.6 83.8 100
1000人未満企業（354人） 1.4 5.4 8.8 84.5 100
1000人以上企業（293人） 2.4 9.9 13.0 74.7 100
合計（647人） 1.9 7.4 10.7 80.1 100
注： 数値は最長経験職能を勤続年数で除して求めた。
表 8	 勤続年数に占める最長経験年数の割合の国際比較	 （単位：%）
勤続年数に占める最長経験職能
合　計
25％以下 26～ 50％ 51～ 75％ 76％以上
2018英国調査
イギリスホワイトカラ （ー647 人） 1.9 7.4 10.7 83.8 100
うち大企業管理職（87 人） 3.4 12.6 19.5 64.4 100
先行調査研究
日本（1415 人） 3.0 27.4 18.7 39.2 100
アメリカ（619 人） 1.0 14.7 18.7 65.6 100






































































入社時点からある 12.3 20.3 3.4 10.1 9.9
入社後しばらくしてからある 20.9 37.1 5.4 38.4 28.2
ない 50.0 34.3 89.9 49.5 51.9
わからない 16.8 8.4 1.4 0 0










































18 8 2 1
62.1 27.6 6.9 3.4 100.0
入社後しばらく
してから（53人）
35 11 7 0
66.0 20.8 13.2 0.0 100.0
ない
（49 人）
19 13 17 0
38.8 26.5 34.7 0.0 100.0
わからない
（12 人）
4 3 4 1
33.3 25.0 33.3 8.3 100.0
合計（143人）
76 35 30 2












































































































































































これからも今の会社で頑張りたい 41.5 39.9 56.5 50.9
他によいところがあれば移りたい 27.8 35.0 9.8 12.1
成り行きに任せる 15.6 12.6 12.9 17.6
適当な時期に退職して家庭に入りたい 8.4 8.4 3.9 3.0 
将来独立したい 3.4 2.8 3.9 6.8 
将来のことは考えていない 3.3 1.4 9.7 8.0 
（一人前になるのに効果的な方法）
一つの勤め先で長期的に働き続ける 42.5 39.3 60.1 72.1
会社は変わっても同じ仕事を続ける 30.7 37.1 18.8 10.2
一人前になるまでは同じ勤務先で仕事を続け、
そのあとは会社を変わって経験を積む




















































21.9 22.6 22.4 14.4 5.0 1.0 5.6 7.2 100.0
うち大企業管理職
（141 人）




22.1 7.7 20.9 18.4 10.2 3.0 13.9 3.8 100
日本管理職
（151 人）


















































性 71.0％、平均年齢 39.9 歳、大学・大学院卒
38.1％）911 人である。筆者はこの調査プロジェ
クトに主査として関わった。
表 14　先行調査研究（小池・猪木 2002）の回答者の基本属性	 （単位：％）
日本（1567 人） アメリカ（752 人） ドイツ（674 人）
性別（男性） 99.3 73.3 81.9 
地位： 課長 37.5 43.0 38.6 
　　： 部長 62.5 57.0 61.4 
職能： 人事 26.0 29.9 41.7 
　　： 営業 27.2 29.0 27.4 
　　： 経理 46.8 32.2 30.9 
学歴： 4年制大学相当 84.3 32.7 39.9 
　　： 大学院相当（含む MBA） 1.9 60.9 11.3 
企業規模（1000人以上割合） 92.0 96.5 62.9 











を実施し 2315 人（回収率 57.9％）から回答
を得た（男性 43.9％、年齢構成は、20 歳代
8.5％、30 歳代 15.0％、40 歳代 16.3％、50 歳
代 19.4％、60 歳代 21.8％、70 歳代 19.0％）。
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Comparative study on white-collar workers career 
formation in the UK and Japan : 
main fact findings from the web-questionnaire survey 
about UK white collar workers in large firm.
　The purpose of this research note is to 
investigate how UKʼs white-collar workers 
including managers form their career in 
organization, by comparing with previous 
international comparative studies, such as 
Storey et al. (1997) or Koike and Inoki (2002).  
　The 1000 data-set of white-collar workers 
were gathered by web-questionnaire survey 
about white collar workers, consisting of about 
400 managers being employed in UK ﬁrms 
(hereafter abridged as 2018 UK research). 
Although a large number of research about 
white-collarʼs career formation, including 
new career theory such as boundaryless 
career as well as traditional career model, but 
unfortunately little is known about comparable 
data on real circumstance of white-collar 
workers career in the UK and Japan. The 
information collected in our research on white-
collar workers seems to be of use in comparing 
with previous research, because 2018 UK 
research are designed to compare with 
previous research by making same question as 
the previous research.
   According to previous studies such as Koike 
and Inoki (2002), we should examine following 
hypotheses.
　1 While many UK managers would tend 
to change job frequently, Japanese managers 
donʼt tend to change job frequently.
　2 One of conditions that enable to change 
job would seem to be strong occupational 
relevance of school education in the UK, but 
it would not seem strong in Japan. In addition 
to this condition, it seems that managerʼs job 
would be required oﬃcial or social qualiﬁcation 
because these qualifications will enhance 
portability of managerʼs job.
　3 Managerʼs career formation can be 
approached from the view point of horizontal 
breadth of organizational career. Previous 
research show that UK managers breadth of 
career in organization would be narrower than 
that of Japanese managers. 
　4　 Managerʼs career formation can also be 
approached from the view point of vertical 
promotion of organizational career. Previous 
research show that speed of UK managers of 
vertical promotion would be faster than that of 
Japanese managers. 
　Result of our examination based on the 
data of 2018 UK research and international 
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comparison between UK and Japan are as 
follows.
　1 The ratio of UK managers with non-
experience working for other ﬁrms differs 
between UK and Japan. That ratio also means 
who entered as new school leaver and didnʼt 
experienced job change (in other words, they 
are current ﬁrms is only ﬁrms worked for) is 
about 20 percent, which is much lower than 
about 80 percent of managers in Japan.  
　2 Occupational relevance of school education 
in the UK is stronger than that of Japan.
　The result of UK managers answering 
question about useful things in coping with 
current managerʼs job are educational content 
of advanced academic studies as well as Off-
JT of ﬁrm. On the contrary, many of managers 
in Japan answered that many job experiences 
within current function, or experience in other 
function, or advice from their boss.
　3 Oﬃcial or social certiﬁcation requirement 
of UKʼs manager job would be stronger 
than that of Japanese manager. While 67.4 
percent of managers worked for large ﬁrms 
in the UK answered yes about the question 
whether there are any official or social 
qualiﬁcations that are essential or desirable to 
gain employment or to work in your current 
job, only 28.9 percent of Japanese manager 
answered yes.
　4 It was found that horizontal breadth 
of UKʼs managers career in large ﬁrm are 
narrower than that of Japanese managers. 
In case of UK managers, the ratio of function 
specific typed manager, which means 76 
percent or more of oneʼs experience in a given 
work function (extensive experience in a given 
function), are 68.3 percent, which are higher 
than that of Japanese managers. 
　5 Regarding with speed of vertical 
promotion, it was found that fast truck which 
means the route for candidate of future oﬃcer 
prevail much more in the UK than Japan. 
In addition to that, difference in promotion 
amongst employees hired during same year 
arise earlier than that of Japanese managers. 
UK managers promotional difference arise 
at 4.26 year, 7.86 years in case of Japanese 
managers. 
 To sum up the major characteristics of UK 
managerʼs career formation, their changing job 
orientation is relatively higher turnover rate 
than Japanese managers.
 The fact that their changing job orientation 
is relatively higher than that of manager s in 
Japan suggests that there would be suitable 
evidences to new career theory like 
boudaryless career in labor market in the UK.
